Employees with a desire to help others provide benefits to their organization, clients and fellow workers, but what do they get in return? We argue that the prosocial desire to help others is a basic human goal that matters to an individual's happiness. We employ both longitudinal and cross-sectional data to demonstrate that work-related prosocial motivation is associated with higher subjective well-being, both in terms of current happiness and life-satisfaction later in life. Cross-sectional data also suggests that perceived social impact (the belief that one's job is making a difference) is even more important for happiness than the prosocial desire to help. The results show that the relationship between prosocial motivation and happiness is not limited to government employees, suggesting that in this aspect of altruistic behavior, public and private employees are not so different.
"Only a life lived in the service of others is worth living" -Albert Einstein

Introduction
Individuals with a desire to help others in their work provide benefits to their organization, clients and fellow employees. Apart from a paycheck, what do these employees get in return? This article examines if desire to help others in a work environment contributes to happiness. While research on prosocial motivation has argued that altruistic behavior positively relates to a variety of workplace behaviors, we know little about whether these altruists enjoy greater life satisfaction. Public service is sometimes characterized as a special calling, but we again do not know if those with a desire to help others are happier if they work in a public setting. The first section of the article makes the case for incorporating the study of subjective well-being (SWB) into research on prosocial values. SWB is an umbrella term that incorporates both concurrent happiness and long-term life satisfaction (Diener et al. 1999; Ryan and Deci 2011; Ryff 2008) . SWB has long been of interest among psychologists and recently has drawn greater interest from economists, organizational theorists, and policy scholars. However, such research has not extensively relied on longitudinal data that can provide a compelling connection with cumulative life-satisfaction, or modeled the question of how career choice might contribute to SWB. To understand how prosocial motivation might relate to long-term SWB, a panel approach with multiple measures of the key variables across significant periods of time would be ideal, allowing individual level fixed effects and stronger inferences about causality. In the absence of such data, we use the Wisconsin Longitudinal Study (WLS), which has followed a 3 large cohort of men and women who graduated from high school in 1957. The survey is extraordinary in terms of its length (it is an ongoing survey) and continuously high participation rate. While the dataset lacks multiple cross-time measures, it has a longitudinal component in that we can examine if early-in-life measures of desire to help others through work, employment in particular job sectors, and late-life life satisfaction are correlated. We supplement this analysis with data from the General Social Survey (GSS), which includes a measure of current happiness.
In the remaining sections, we present and discuss our results. The results provide evidence that desire to help others is a robust predictor both of current happiness and cumulative life-satisfaction. The GSS data also shows that the belief that one's work is making a difference (perceived social impact) increases happiness even when prosocial motivation is controlled for.
While public employees express a stronger desire to help others in our WLS data, we do not find that public employees with a stronger desire to serve others are happier than others, suggesting that there is not an interactive effect of sector choice, desire to serve, and SWB. This result is consistent with arguments that public and private sector differences in terms of prosocial motivation may be exaggerated in some respects (Steen 2008) . We conclude by discussing the implications of these findings.
Relating Prosocial Values to Subjective Well-being
The desire to help others has been conceptualized in a variety of ways -as altruism, prosocial motivation, and public service motivation. In this article we generally use the term prosocial motivation, reflecting the fact that our key measure -a desire to help others -closely reflects the definition of prosocial motivation: "the desire to expend effort to benefit other people" (Grant 2008, 49) , and that our sample draws across different job sectors, while the public 4 service motivation concept has been traditionally tied to the study of public and, to a lesser extent, nonprofit organizations (Steen 2008) . However, we do not have strong ex-ante reasons to believe that the causal mechanisms between prosocial motivation and happiness will be dramatically different for other conceptualizations of other-oriented motivation. As Perry, Hondeghem and Wise (2010, 683) note, these concepts are closely related in practice, each holding in common the assumption that an orientation towards others is a powerful motivator.
Indeed, an updated definition of public service motivation offered by Perry and Hondeghem-"an individual's orientation to delivering services to people with a purpose to do good for others and society" (2008, vii) -reflects these commonalities with the prosocial motivation concept.
Both prosocial motivation and public service motivation draw from the basic concept of altruism. An early framing of altruism as a human need can be found in Titmuss (1970) , who argued that individuals have a basic desire to help others, which can be found in primitive cultures and still performs an integrating function in modern societies. While this insight was originally limited to voluntary behavior (Titmuss compared voluntary versus market-based approaches to blood donation) it has increasingly taken hold in our understanding of public work (through public service motivation research) and private work (through studies on prosocial motivation).
Evolutionary theory and social science has sought to explain the purpose of altruism, and by extension whether it is truly other-oriented. It may confer benefits upon the giver, though accounts vary if these benefits are material or psychological, driven by calculation or an instinctual need. Potential returns include the benefits of a more positive reputation. There may be evolutionary benefit, where altruistic behavior was a valued adaptive trait that became a norm people find it unhealthy to depart from (Post 2005) . Altruists may enjoy a "warm-glow" from 5 helping others (Andreoni 1990 ), which in turn may generate physiological benefit. Some experiments have demonstrated measurable physical changes associated with altruistic feeling or behavior (Post 2005) , and one cross-sectional study showed that helping among churchgoers was associated with positive mental health (Schwartz et al. 2003) . Others have argued that prosocial beliefs are at least partly tied to psychological self-reward, where those who enjoy helping others also enjoy higher levels of self-actualization and self-esteem, which in turn raises SWB (Gebaeur et al. 2008 ). Titmuss (1970, 239) suggested that altruism was self-interested, but only the broadest of terms. By helping another without the expectation of immediate return, the giver signaled a faith in a norm of collective care toward one another: "By expressing confidence in the behavior of future unknown strangers they were thus denying the Hobbesian thesis that men are devoid of any distinctively moral sense." At the same time, this desire to help even strangers provides a form a self-realization to the giver, reflecting the expression of a "biological need" (Titmuss 1970, 212) . Perhaps the most convincing proposition is that altruism improves well-being by displacing more negative emotions. It becomes difficult to dwell on negative emotions such as fear, sadness, and anger if we focus on helping others. Some work has argued that that self-interested accounts of altruism fail to recognize a basic human impulse toward empathy (de Waal 2008; Fehr and Fischbacher 2003; Hanson 1990 ). Regardless of the stance one takes of its origins of altruism, it is increasingly accepted across scientific disciplines that altruism is deeply embedded in human behavior.
We seek to add to the understanding of altruistic motivation by considering whether its prevalence in the workplace generates psychic returns in the form of greater happiness. Scholars and policymakers have come to increasingly accept the importance of SWB as a central societal 6 value (Judge and Kammeyer-Mueller 2011) . The focus on SWB has been largely led by psychologists and economists, but increasingly has drawn interest from organization theorists and policymakers. Judge and Mueller (2011, 31) summarize prior research to suggest that "SWB is relevant as an outcome for organizational research, and that public policy researchers interested in SWB should take note of the considerable body of research from organizational scholars showing that work can be a general source of happiness." Among valued-life goals, SWB ranks at the top across many countries and different demographic groups (Diener 2000) . It has, increasingly, also attained a level of policy importance. Nobel prize winners Amartya Sen and Joseph Stiglitz led a commission that recommended that countries track measures of SWB in addition to GDP (Stiglitz, Sen, and Fitoussi 2009, see also Diener 2000) , and the government of UK has established a national happiness index.
The growing interest in SWB has been paralleled by a similar increase in attention to prosocial motivation, but there has been little interaction between these two streams of research.
Correlations between measures of altruistic behavior and happiness tend to occur largely in the context of volunteering (e.g., Borgonovi 2008), but with less attention to the employee's work choice. There has been substantial study of how orientation towards others in the workplace results in benefits for the organization, clients, or other employees (see Grant and Wright 2010 and Pandey and Stayzk 2008 for a review of these literatures). But we have not asked if an additional benefit might be increased psychic returns for the individual. The narrow exception is job satisfaction, where there is evidence from multiple countries that public service motivation and prosocial motivation is correlated with job satisfaction among public employees (Brewer and Selden 1998; Kim 2005; Kjedlsen and Andersen 2013; Steijn 2008). i Even here, the gap between studies of job satisfaction and life satisfaction is striking -countless studies have focused on the 7 former, relatively few on the latter, especially in the domains of public administration and organization theory. Why prioritize understanding of satisfaction with work rather than broader satisfaction with life? While attention to work is understandably central to professional fields such as public administration, if we are to understand the psychological mechanisms behind altruistic behavior in the workplace we need a deeper understanding of how work fits into the broader life experience of the individual.
While this study is not designed to sort out the potential competing explanations of why prosocial behavior might link to SWB, it suffices to note that these explanations provide enough motivation to investigate if an empirical link exists. In doing so, this article adds to prior research by examining how prosocial attitudes in relation to work map onto current and late-life life satisfaction. Most explanations of prosocial motivation in the work environment focus on some sort of socialization rather than a psychological benefit. Sociohistorical explanations suggest that basic values are inculcated via early life experiences and important social institutions (Perry 1997) . Other work points to the importance of organizational norms (Moynihan and Pandey 2007) or exposure to the beneficiaries of help (Grant 2008; Wright and Grant 2010) . In this article we offer what might appear to be a somewhat simpler explanation, which is that the desire to help others in work environments exists and is a powerful motivator because it is linked to SWB. This claim is reflected in the following hypothesis:
H1: Individuals with a stronger desire to help others through work enjoy higher SWB.
The relationship between motivation and SWB is likely to be moderated by other factors, providing a logic for two additional hypotheses. First, there may be an interaction between public work and prosocial motivation. Public service is sometimes characterized as a special calling, 8 one that might not reward financially, but provides an opportunity to help others. For studies of public and nonprofit organizations, the connection between prosocial motivation and SWB has a special importance. There is significant evidence that individuals are drawn to public work out of a desire to serve others (Perry, Hondeghem, and Wise 2010) , or satisfaction with the nature of public work (Georgellis, Iossa, and Tabvuma 2011) . Private-public comparisons generally show that individuals who score high on measures that reflect a desire to help others prefer public over private work (Rainey 1982; Crewson 1997; Kjeldsen and Andersen 2013; Lewis and Frank 2002) . In the WLS sample, desire to help others is also significantly higher for those in government work, suggesting that our sample is similar to others in this respect (see table 1).
H2: Public employees with a strong desire to help others through work enjoy higher SWB than private employees.
The third hypothesis proposes that experiencing a sense that one's work makes a difference should further SWB. The experience of making a difference, conceptualized as perceived prosocial impact, has been related to improved performance (Grant 2008; Wright and Grant 2010 ), but there is also evidence that it matters to SWB. The experience of a task as significant has been associated with a positive affective state, increasing enthusiasm and reducing fatigue (Saavedra and Kwun, 2000) . Helping others at work improves mood by raising gratification and reducing negative moods (Glomb et al. 2011) . Subjects induced to help others in experiments reported improved moods and self-evaluations (Williamson and Clark 1989) .
Perceived social impact has been found to act as a buffer against emotional exhaustion (Grant and Sonnetag 2010) and result in positive emotional effects after the workday is over (Sonnetag and Grant 2012). In public administration research the distinction between motivation and impact has been framed in terms the fit between the employees public service or prosocial motivation and the values of the organization (Bright 2007; Steijn 2008; Taylor 2008) or broader environment (Kjedlsen and Andersen 2013). The implication is that if the organization or environment fails to create opportunities for prosocial employees to make a difference, they may become disenchanted.
H3: Individuals who perceive higher social impact of their work enjoy higher SWB.
Data
We use data from the WLS, a longitudinal study of a random one-third sample of Wisconsin high school graduates (10,317 individuals) from 1957. Main survey waves include 1957, 1964, 1975, 1992, and 2004 . The survey collects a wide range of information on individuals' life courses, including family background, education, and physical and mental health. For the purposes of our research questions, the data also includes individual work history, an early-career measure (asked when respondents were about 37 years old) of disposition to help others in work, as well as life satisfaction as individuals come to the close of their careers (asked when respondents were about 65 years old). Both the retention and response rate for the survey have been exceptionally high. The retention rate of the original 1957 respondents in 2004 was 75 percent, and 86 percent among the non-deceased sample. The response rate among non-deceased respondents was 92 percent.
ii The large sample size, long study period, and high retention rate all make WLS uniquely suitable for studying the relationship between early attitudes and life satisfaction at older age.
We supplement our longitudinal analysis using pooled cross-sectional data from the GSS, a national survey of the American public that began in 1972 and has been administered every other year since then. Across two waves (1989 and 1998) the GSS features some combination of the basic variables we are focused on (desire to help others, prosocial impact, and a general indicator of SWB), as well as a host of relevant control variables.
iii We utilize the two sources for a variety of reasons. First, the use of two different samples and two different approaches (cross-sectional and longitudinal) provide an external validity check of the findings of one single source. Second, the two sources provide complementary indicators of SWB, reflecting both current happiness and cumulative life satisfaction (explained in greater detail below). Third, the different sources have relative strengths that compensate for limitations of the other source: the WLS data allows for an interaction between desire to help and work sector. The GSS does not, but contains a wider array of measures of pro-social beliefs and measures of perceived social impact.
Measures
In this section we describe the measurement of the key variables we examine. Since our primary analysis is based on the WLS data, our discussion focuses mainly on items from this dataset unless otherwise noted. The key dependent variable for the WLS data source is life satisfaction in 2004, which is based on the following question: "To what extent do you agree that when you look at the story of your life you are pleased with how things have turned out?" The set of possible responses include six ordered categories, ranging from "disagree strongly" (0) to "agree strongly" (5). The item is notable in that it seeks to solicit a sense of cumulative life satisfaction, inviting the respondent to consider their life course near retirement age. It is more common for indicators of SWB to frame the item in terms of current state. The SWB measure in the GSS is more typical in this regard, asking respondents "Taken all together, how would you say things are these days?" where respondents have the option of answering "very happy," "pretty happy," or "not too happy." We code these responses 2, 1, 0, respectively. The GSS measure is more directly a measure of happiness rather than life-satisfaction and the framing of the question ("these days") emphasizes current feelings rather than the long-term framing of the WLS ("when you look back at the story of your life"). It is important to note therefore, that the measures from the WLS and GSS measure different aspects of SWB.
Our measure of prosocial motivation is a question about how important the opportunity to help others is in judging a job. The set of possible responses include three categories: "not particularly important," "fairly important," and "very important." We create a dummy variable based on these responses, which takes the value of 1 when the response is "very important" and 0 otherwise. This question is asked only in the 1975 wave of the WLS survey. This item also appears in certain rounds of the GSS. As noted above, this measure aligns relatively well with the definition of prosocial motivation offered by Grant ("the desire to expend effort to benefit other people") and has been used to represent this concept (Kjeldsen and Andersen 2013) , but this item has also been used as a measure of public service motivation (Rainey 1982; Crewson 1997; Lewis and Frank 2002) . Recent work on public service motivation measurement suggest that a single-item measure of desire to help others correlates highly enough with widely used measures of public service motivation that may be judged to capture the same conceptual space (Wright, Christensen, and Pandey forthcoming). For some rounds of the GSS, we also have additional measures of prosocial motivation (the importance of social usefulness in a job) as well as measures of perceived social impact (whether respondents perceive they are helping others in their job, and if their job is useful to society).
In order to measure public work participation, we use the following variables.
Government work is measured using a standard question on class of worker code. For the WLS data, the dummy variable "Ever participated in government work" is coded 1 if the response of "government employee" appears in retrospective questions about first job, and questions about employment in later waves. The survey data allows for tracking of amount of time employed in all sectors after 1992, and based on that we also include a cumulative measure of government employment ("total government years") as well a general measure of employment ("total job years").
In addition to these primary measures, we also include standard demographic measures associated with SWB. The descriptive statistics for the WLS are given in Table 1 , and the GSS in Table 2 .
Insert tables 1& 2 here
Method
For the WLS data, we include the observations with valid data on life satisfaction in 2004, desire to help in 1975, and all of control variables, resulting in 3879 observations for analysis. For the GSS data, the inclusion criteria are valid data on life satisfaction and all of the control variables, and at least one of four measures of prosocial motivation and perceived social impact, leaving 1929 observations in the analytic sample.
We estimate the impact of career choice, prosocial motivation, and the interaction between the two on life satisfaction using linear regression vi with robust standard errors. In the longitudinal analysis using the WLS, we control for factors frequently associated with SWB:
gender, parental income and education, respondents family income at time of response, marriage status, health status, and number of children. In the cross-sectional models using the GSS data, 13 we control for gender, age and age squared, education, marriage status, race, health status, and income.
Results
We present the results for each hypothesis in turn below. First, we briefly note the effects of the control variables on life satisfaction and happiness for the WLS and GSS (Tables 3 and 4 respectively). The results consistently show that female status, being married, having higher levels of education, higher levels of income, and better health are all associated with increased life satisfaction. The GSS analyses presented in Table 3 show similar associations, but also show that whites report higher happiness than non-whites, while age has a u-shaped relationship with happiness. These findings are consistent with other work on happiness, and provide assurance that the samples are not unusual in their experience of SWB.
Insert table 3 & 4 here Do people with a stronger desire to help others through work enjoy higher SWB than others?
Our results provide support for the claim that the desire to help others is associated with both life-satisfaction and current happiness. The results are presented in Table 3 Table 3 ). In addition to being statistically significant, the effect is non-trivial: .12 on a 0-5 scale, which is approximately 10 percent of a standard deviation of the life satisfaction score. SWB is a well-studied concept, but one where the proportion of variation explained by standard models is not high. Finding a variable that 14 increases the proportion of variation explained to this degree is therefore notable. To provide a sense of context, we follow DeLeire and Kalil (2010) in using the size of the effect of being married as a comparison. Marriage is one of the most robust predictors of SWB and the variable with the largest effect size in our sample, with an effect of 38 percent of a standard deviation of the life-satisfaction score. Table 4 shows the result of a cross-sectional model using GSS data. Model 1 in Table 4 shows that desire to help is correlated with happiness. The effect size of one unit increase of the desire scale, once again, is non-trivial (0.033 on a 5-point scale, or 5.5 percent of a standard deviation of the happiness measure). To provide a sense of context, the effect size of being married for the GSS sample is 38 percent of the standard deviation of the happiness measures (almost identical in effect size to the WLS sample). The alternate measure of prosocial beliefs (the importance of social usefulness as a criteria in assessing a job, model 2 in Table 4 ) is similar in terms of its effect on SWB to the desire to help measure.
The findings align with the general pattern of prior work on public service motivation, prosocial motivation and altruism, but extend this work by emphasizing the potential of a happiness payoff for this motivation. We can also interpret the results using self-concordance theory, which argues that individuals derive satisfaction as they pursue goals and actions that align with their values and interests (Sheldon and Elliot 1999) , especially goals that are autonomously selected rather than externally imposed (e.g., because of financial needs, or the wishes of others) (Sheldon and Elliot 1998) . In considering the origins of altruistic behavior, Titmuss (1970, 239) explicitly notes how extrinsic coercion robs the giver of the freedom to make a choice to help others. The autonomous quality of preferences has been largely unconsidered in prosocial motivation or public service motivation research, utilized to argue that extrinsic rewards might crowd-out other motivations (Georgeollis, Iossa, and Tabvuma 2011; Moynihan 2010; Weibel, Rost, and Osterloh 2010). Self-concordance theory provides a logic for why expressing motivation consistent with one's ingrained beliefs, such as prosocial motivation, is expected to lead to both more sustained effort, and a greater sense of SWB. But selfconcordance theory also allows another way of interpreting the data, which it that it is not so much the content of the goal that matters to SWB, but that simply having any goal and taking steps to realize it is what matters (Judge, Erez, and Locke 2005) . Future work could address this question by comparing the relative importance of altruistic goals, and goal attainment, with other goals in shaping SWB. The results presented here suggest that incorporating altruism provides a meaningful addition to our understanding of happiness.
Do public employees with a strong desire to help others through work experience higher subjective well-being than private employees?
Data limitations prevent us from examining if those with a desire to help in the public sector enjoy higher life satisfaction in the GSS data -the variables "desire to help" and "government work" are not included in the same GSS data waves, meaning we cannot create an interaction term between desire to help and government employment. Such an interaction term is possible with the WLS data however. The results of this interaction test are provided in model 2 (which interacts any government work and desire to help) and model 3 (which interacts total years of government work and desire to help) of Table 3 . These results provide no evidence in support of the idea that the SWB benefits of prosocial motivation accrues only for public sector workers. The interaction between government work (either any government work or our measure 16 of total government work) and desire to help is not significantly related to life satisfaction among WLS respondents.
It may be that the reason no findings occur between public work and a desire to help others is because our measure of public work is too crude to reflect the attainment of a desire to help others -tasks and work environments vary so much within the public and private sectors that assuming that the public sector is inherently more rewarding is too simplistic (Kjeldsen and Jacobsen 2012) . Our next hypothesis examines the effect of believing that ones job makes a difference, regardless of sector.
Do individuals who perceive higher social impact of their work enjoy higher SWB?
We can examine the relationship between perceived social impact and SWB only in the GSS data. The results reported in Table 4 suggest that the belief that one's job is actually making a difference (models 3 and 4 in Table 4 ) is positively correlated with SWB. Both individual perceptions of actually helping others in their job (model 3) or working in a job useful to society (model 4) have substantial associations with happiness (6.5 percent and 8.4 percent of a standard deviation, respectively). Indeed, of all the prosocial items in the GSS data, the item reflecting the belief that one's job makes a difference to society has the largest effect on SWB.
Models that include both prosocial beliefs and impacts (models 5 and 6 in Table 4), provide some additional but mixed evidence on the relative importance of prosocial motivation and perceived social impact. Model 5, which includes the items on desire to help others and belief that one's job is allowing the respondent to help others, shows neither variable as significant. This in part may be due to collinearity, as the two items are correlated at .365. Model 6 includes the items on belief of social usefulness of a job as important and belief that one's job makes a difference to society. These items are also significantly correlated (at .305) but the variable reflecting perceptions of perceived social impact is significantly associated with happiness. This finding is similar to a cross-national analysis of the relationship between prosocial motivation and job satisfaction, where Kjeldsen and Andersen (2013) show that when measures of prosocial beliefs and perceived social impact were included in the same model, perceived social impact was positively and significantly associated with job satisfaction, while prosocial beliefs lost significance or became negatively related to job satisfaction. The results in our analysis provide some complementary evidence that while prosocial beliefs matter, the ability of individuals to find a job that allows them to make an impact matters more to happiness.
A further test of hypothesis three, consistent with the research on person-organization fit, would be to examine if those with higher prosocial motivations benefit more than others when they experience perceived social impact, i.e. there should be an interaction effects between the key independent variables in models 1 and 3, and models 2 and 4, on SWB. Other work (Steijn 2008; Taylor 2008) has found that prosocial impact moderates the effect of public service motivation on job satisfaction, and Kjedlsen and Andersen (2013) find that such interactions with the variables we employ are positively and significantly associated with job satisfaction. But tests on the GSS sample (not shown) did not find that these interactions were significantly associated with SWB. Prior work focused on job satisfaction rather than SWB, but the null finding raises question about the relationship between measures of altruistic motivation, impact and positive affective states. While research in public administration scholarship generally focuses on altruistic motivation rather than impact, the results presented in Table 4 , especially model 6, suggests that greater attention might is justified to understanding how perceived social impact of work matters.
Limitations
It is worth noting some limitations of the work presented here. For the longitudinal analysis, the reliance on a cohort from one particular state might also raise concern that the data are not representative of the general population. On the other hand, a more homogeneous sample reduces the potential for error due to unobserved factors, and should increase confidence in the internal validity of the model. A longitudinal approach offers a number of very real advantages over cross-sectional data, but one shortcoming is that the conditions under which data was collected change over time, raising concerns about the temporal validity of the findings. The consistency of the main findings with more recent GSS cross-sectional data reduces this concern, however.
Because the GSS is a cross-sectional data set there is the potential for common-source bias. The WLS data largely avoids this problem, given the temporal gap between when the key responses were taken. But because the key measure of prosocial motivation appears only at one time-point in the data, we cannot employ individual levels fixed effects, which would offer stronger causal evidence. One possibility is reverse causality, i.e. that those who are inherently happier by nature are also more likely to help individuals. While we can observe whether prosocial motivation tested early in life is associated with life satisfaction three decades later, it is possible that the SWB of respondents is relatively stable over time, and predicts prosocial motivation decades earlier. We cannot discount this possibility, but note that measures of lifesatisfaction show only modest stability over much shorter time-periods, which reduces the concern that this is a fixed trait that explains earlier attitudes (Fujita and Diener 2005) .
It is also possible that some underlying trait explain both prosocial motivation and SWB.
It is beyond the scope of this article to assess what such a trait may be. Wright and Grant (2010) point to personality as a possible omitted variable between the effect of altruism and other variables. For the WLS models, we did run versions of the model that controlled for personality factors (using standard indices for the big 5 items: extraversion, agreeableness, conscientiousness, neuroticism, and openness). The inclusion of these items reduces the effect size of the desire to help variable by about half, though it remains a positive and significant predictor of SWB. One limitation of such controls is that it is open to debate whether personality indicators truly predict prosocial motivation, but instead it may be that both the desire to help others and certain personality characteristics tap the same underlying construct. Correlations show that extraversion and agreeableness are substantively and positively correlated with prosocial motivation in the WLS sample, consistent with Carlo et al. (2005) . 
Conclusion
This article contributes to both the study of SWB -by showing the relevance of prosocial values in a work context -and the study of altruism, by suggesting that there is psychic payoff in helping others. Much of the growing research on altruism in an organizational context, whether framed as prosocial motivation or public service motivation, emphasizes positive gains for clients, employers and fellow employees, but has provided little evidence on the gains for the individual. This article shifts the emphasis back to the individual. Being motivated to help and believing your work makes a difference is associated with greater happiness in our analysis.
Other work has also emphasized the socialization processes that predict why some individuals 20 are more or less motivated to service (Perry 1997; Moynihan and Pandey 2007; Wright and Grant 2010) . The findings here are slightly different, in that they link prosocial values not to some form of specific socialization but to the basic human need for happiness. In doing so, the results provide further evidence that such values are not quixotic or unusual, or tied to a particular sector of employees, but are deeply embedded across many people regardless of
The findings reframe our understanding of why people want to help others in a simple and profound way. For human beings, this motivation may be tied to our happiness and life satisfaction. This is not intended to demean prosocial motivation -helping others has an inherent value, and may often involve some material loss. Instead, we suggest that prosocial motivation is not a form of martyrdom, but for many operates as part of a healthy psychological reward system where the desire to help others creates positive psychic returns.
The article offers three relatively specific contributions. First, prosocial motivation in the context of work is associated with greater subjective well-being. Second, this finding is not unique to public work. Third, the perceived social impact of work matters to SWB even with prosocial motivation is accounted for. We deal with each in turn.
Longitudinal data is often used to understand how early life factors or events contribute to later life outcomes. Here, we find relatively strong evidence that a motivation to help others through work early in life is associated with later life satisfaction. We set up a demanding test for the connection between desire to help and life satisfaction, tracking its impact across three decades. This guards against the danger of spurious findings because of a reliance on crosssectional data, even as the cross-sectional GSS data provides supplementary evidence of this relationship. The GSS and WLS offer two distinct measures of SWB. The former elicits a measure of current happiness, while the latter seeks to understand cumulative life satisfaction.
Given these real differences, it would be reasonable to expect a good deal of variation in the general findings. However, the results show a notable level of consistency. For both sets of analysis we can conclude that there is clear evidence that prosocial motivation is associated with greater SWB.
The second major implication of the research is that the benefits of prosocial motivation to happiness are not limited to public sector work. The findings contribute to our understanding of how altruism plays out in different sectors. The original formulation of public service motivation linked altruism to public sector work. This formulation has been relaxed somewhat, with a greater acknowledgment of the parallels with altruistic behavior in non-public settings (Perry, Hondeghem and Wise 2010) . The way in which altruism matters in public environment is important to explore, and in our WLS sample we find a stronger desire to help others than among private employees. But such differences should not be extended to an assumption that the altruistic impulse is unique to the public sector (Steen 2008; Grant 2008; Kjeldsen and Jacobsen 2012) . In some cases, it may operate in similar ways across sectors. This article provides evidence that in regard to how prosocial motivation is associated with happiness, public and private employees are not so different.
Finally, the article offers some evidence that perceived social impact of work matters to SWB. Here the evidence is not as strong as on the other questions largely because of data limitations. But the results do suggest that when both prosocial motivation and prosocial impact are included together, measures of prosocial motivation lose significance and prosocial impact (in at least one test) remains significant. Even if two individuals start with the same level of prosocial desire to improve society, the results suggests that it is the individual who believes more strongly that their job is useful will be happier. One implication for both practice and 22 theory is that the strong emphasis on altruistic motivation should be balanced with greater attention to providing feedback on the impact of work. While changing motivation is difficult, it is possible to design jobs in a way that allows employees to gain an understanding of how their work makes a real difference. Our findings suggest that increasing that experience of prosocial impact will help to increase employee happiness. ^a, ^b: The difference is statistically significant (p=0.0000). The sample combines data from 1989 and 1998 waves of GSS. Results combine 1989 and 1998 data, with year dummy (not shown). Robust standard errors, * significant at 10%; ** 5%; *** 1% two-tailed
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